The relationship between job satisfaction and academic rank: a study of academicians in Northern Cyprus  by Eyupoglu, Serife Zihni & Saner, Tulen
Procedia Social and Behavioral Sciences 1 (2009) 686–691
Available online at www.sciencedirect.com
World Conference on Educational Sciences 2009 
The relationship between job satisfaction and academic rank: a 
study of academicians in Northern Cyprus 
Serife Zihni Eyupoglua*, Tulen Sanerb 
Business Administration Department, Near East University, Lefkosa, 98010, Northern Cyprus 
Received October 20, 2008; revised December 11, 2008; accepted January 02, 2009 
Abstract 
While there has been several studies related to job satisfaction, very few of them have been conducted in higher 
education.  The present work provides empirical evidence to ascertain the implications of academic rank on the job 
satisfaction of academicians in Northern Cyprus.  Data was obtained from 412 academicians.  Results indicate that 
job satisfaction does not progressively increase with academic rank as might be expected.  Out of the 20 aspects of 
the job examined, only 4 aspects, namely advancement, compensation, co-workers, and variety, were statistically 
significant with academic rank.  In general, results indicate the degree of low satisfaction levels that exist among 
academicians in Northern Cyprus. 
© 2009 Elsevier Ltd. 
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1. Introduction 
      Job satisfaction is a topic which has been researched for more than half a century and which is still a topic of 
continuing interest today.  The main reason for this interest may be due to the implications of job satisfaction for 
such job related behaviours as productivity, absenteeism, turnover, and employee relations.  Additionally, improving 
employee satisfaction is an important method to improve the financial standing of organizations (Aronson, 
Laurenceau, Sieveking, and Bellet, 2005).  In this respect job satisfaction is an organizational variable which should 
be understood and constantly monitored for the welfare of any organization.  In fact, most organizations do wisely 
monitor the satisfaction levels of their employees (Terpstra and Honoree, 2004), thus job satisfaction being an 
important attribute which organizations desire of all their employees (Oshagbemi, 2003). 
     
Job satisfaction has been defined in a variety of ways, the most widely used definitions found in the literature 
being those put forth by such researchers as Locke (1976), Dawis and Lofquist (1984), and Porter, Lawler, and 
Hackman (1975).  A review of the published works reveal that there does appear to be general agreement that job 
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satisfaction is an affective reaction to a job that results from the comparison of actual outcomes with those that are 
desired (Oshagbemi, 2003). 
      Although a wide range of research exists related to job satisfaction along with its causes and consequences in 
various settings (mostly profit oriented) much of this research has been conducted in the west with even less 
evidence available from non-western nations (Maghrabi, 1999). Several studies have also concentrated on workers 
within the industrial sector to the neglect of workers in higher education (Oshagbemi and Hickson, 2003). Even less 
evidence is available related to job satisfaction in higher education for non-western nations.  However, there has 
been a growing interest in job satisfaction in higher education over the past several years mainly due to the 
realization that higher educational institutes are labour intensive and their budgets are predominantly devoted to 
personnel and their effectiveness is largely dependent on their employees (Kusku, 2003), both academic and 
administrative. 
      Research designed to investigate whether or not job satisfaction increases with rank are relatively few 
(Oshagbemi, 1997).  However the evidence that does exist suggests that job rank/occupational level/job level is a 
reliable predictor of job satisfaction with workers at higher ranks being generally more satisfied with their jobs 
compared to those at lower ranks (Oshagbemi, 2003).  Increases in job satisfaction likely occur because higher-level 
jobs tend to be more complex and have better working conditions, pay, promotion prospects, supervision, and 
responsibility (Cranny, Smith, and Stone, 1992; Robie et al., 1998; Aronson et al., 2005).  It certainly makes 
intuitive sense that if higher-level employees are not happy their dissatisfaction is likely to “trickle down” to lower-
level employees, setting up conditions for economic, financial, morale, and other problems to escalate (Aronson et 
al., 2005).  It thus appears that a positive relationship between job satisfaction and job level conveys certain 
economic advantages to business organizations (Aronson et al., 2005).   
      Near et al., (1978) examined the relationship between age, occupational level, and overall job satisfaction and 
found that the strongest predictors of job satisfaction were rank and age.  Holden and Black (1996) indicated clear 
differences in productivity and satisfaction by academic rank amongst psychologists employed as faculty members 
in medical school, with full professors having displayed higher levels of productivity and satisfaction when 
compared to associate professors and assistant professors.  In his study that examined the effects of rank on the job 
satisfaction of UK academics, Oshagbemi (1997) found that overall job satisfaction increased progressively with 
rank. 
      The aim of the present study is to provide empirical evidence to ascertain the effects of academic rank on the 
overall job satisfaction of academicians in Northern Cyprus, overall job satisfaction being measured with both 
intrinsic (occupational) and extrinsic (environmental) factors of satisfaction. 
      The term “rank” as used in this study refers to an individual’s job status in an organization and indicates an 
employee’s job level or job seniority in a particular occupational classification (Oshagbemi, 2003).  Within the 
context of universities in Northern Cyprus, “academic rank” indicates whether an academician is a lecturer (bottom 
of the academic ladder), assistant professor, associate professor, or a full professor (top of the academic ladder). 
      The study is significant in that it sheds light upon the level of satisfaction (and dissatisfaction) of academicians 
in Northern Cyprus and provides some light into improving relationships in order to maintain an innovative and 
dynamic higher education system that the Northern Cyprus economy is so dependent on. 
  
2. Research Methodology 
      To investigate the effects of academic rank on the job satisfaction of academicians in Northern Cyprus, the 
following research methodology was employed. 
2.1 Study instrument 
      To measure the job satisfaction of the academicians the short form of the Minnesota Satisfaction Questionnaire 
(Weiss, Dawis, England, and Lofquist, 1967) was used.  The Minnesota Satisfaction Questionnaire (MSQ) is one of 
the most widely used instruments in the measurement of job satisfaction (Scarpello and Campbell, 1983) and its 
validity and reliability has been proven over the 40 years that it has been in use. The MSQ short form consists of 20 
items/facets which measures three types of job satisfaction, namely overall job satisfaction, intrinsic satisfaction, 
and extrinsic satisfaction. Of these 20 facets, 12 measure intrinsic factors/occupational conditions (ability utilization, 
achievement, activity, authority, creativity, independence, moral values,  responsibility, security, social status, social 
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service, and variety) and six of them measure extrinsic factors/environmental conditions (advancement, company 
policies and practices, compensation, recognition, supervision-human relations, and supervision-technical).  The 
aggregate of the intrinsic and extrinsic facets plus the two facets co-workers and working conditions (20 facets) 
measure overall job satisfaction.  Respondents were asked to express the extent of their satisfaction with each of the 
20 items on a five point likert scale ranging from 1=very dissatisfied to 5= very satisfied.  The original MSQ was 
translated into Turkish (the local language of Northern Cyprus) by the authors and tested on seven academicians to 
test its validity and reliability.  The internal consistency of the translated questionnaire was 0.85, obtained using 
Cronbach’s alpha coefficient.  The questionnaire was accompanied with a personal information form in order to 
determine the demographic variables of the academicians that participated in the study. 
2.2 Sample 
      The population for this study comprises academicians in the five Northern Cyprus universities.  A total of 600 
academicians were randomly approached with 412 agreeing to take part in the study, resulting in a response rate of 
69%.  The questionnaires were administered in an interview format to ensure as high a response rate as possible.   
2.3 Statistical methods 
      The statistical package for the social sciences (SPSS) version 13.0 was used to analyze the data collected.  
Analysis consisted of the computation of descriptive statistics in order to examine the different job satisfaction 
levels of the academicians across the different academic ranks and ANOVA in order to understand the relationship 
between job satisfaction and academic rank. 
3. Results and Discussion 
      Of the 412 respondents, 67.7% were lecturers with a master degree, 7.8% were lecturers with a PhD, 13.3 per 
cent were assistant professors, 4.6% were associate professors, and 6.6% were full professors.  Of the respondents 
53.4% were male and 46.6% were female with 63.8% being married and 36.2% being single.  When it comes to age 
the greatest percentage of respondents (37.6%) were in the age range 21-30, 34.5% were in the age range 31-40, 
17.2% were 41-50, 6.1% were aged 51-60, and the remaining 4.6% were in the age range 61 and above. 
      Table 1 shows the mean scores and standard deviations for the job satisfaction of academicians amongst the 
various academic ranks. 
Table 1 Mean and Standard Deviations according to Academic Rank
Overall Job Satisfaction Intrinsic Satisfaction Extrinsic Satisfaction Variables 
mean sd mean sd mean sd 
Professors 3.83 0.48045 4.07 0.48145 3.51 0.69872 
Associate Professors 3.61 0.70333 3.80 0.64622 3.26 0.97233 
Assistant Professors 3.77 0.57814 3.95 0.58019 3.44 0.80659 
Lecturers with a PhD 3.88 0.55072 4.02 0.54655 3.64 0.77535 
Lecturers with a Master Degree 3.62 0.68987 3.82 0.70696 3.18 0.93682 
      As indicated in Table 1, the overall job satisfaction mean score is highest for lecturers with a PhD, professors, 
and assistant professors, with lecturers with a master degree and associate professors expressing the lowest level of 
overall job satisfaction.  For intrinsic satisfaction, the mean score for professors is highest followed by lecturers with 
a PhD and assistant professors with lecturers with a master degree and associate professors indicating the lowest 
mean scores.    Lecturers with a PhD indicates the highest mean score for extrinsic satisfaction, professors and 
assistant professors following, with associate professors and lecturers with a master degree scoring the lowest 
means. Associate professors, assistant professors, and lecturers with a master degree all indicate mean scores less 
than 3.50 indicating some degree of dissatisfaction for extrinsic aspects of their job.  Therefore, as observed, job 
satisfaction ratings do not increase as academic rank increases.  
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      Of the 20 facets/aspects measured in relation to overall job satisfaction, the mean scores for professors are 
highest for 8 aspects of their job ranging from 4.33 for variety to 3.63 for recognition.  The means scores for 
associate professors are highest for only 1 aspect, namely security with a mean score of 4.05.  Assistant professors 
score highest means for 3 aspects of their job ranging from 4.13 for authority (equal highest score with lecturers 
with a PhD)  to 3.87 for co-workers.  Lecturers with a PhD score highest for 8 aspects ranging from 4.44 for moral 
values to 3.03 for university policies and practices, and lecturers with a master degree score a highest mean score for 
just 1 aspect of their job, namely ability with a score of 3.92.  All academic ranks indicate dissatisfaction with 
university policies and practices with mean scores ranging from 3.03 to 2.58.  Compensation also reflects some 
degree of dissatisfaction for all ranks, except for professors, (mean scores ranging from 3.49 to 2.81) who indicate a 
mean score of 3.70, which can only be considered as moderate satisfaction.  One possibility for this dissatisfaction is 
that it is a direct consequence of wage inequalities that may exist between academic ranks.  It would therefore be 
true to say that professors and lecturers with a PhD are, on the whole, enjoying only moderate levels of satisfaction 
from their job, while the remaining ranks enjoy much lower levels of job satisfaction as well as certain degrees of 
dissatisfaction. 
      ANOVA results indicate that at a 0.05 significance level, overall job satisfaction and intrinsic satisfaction of 
academicians are not statistically significant with academic rank, with p-values of 0.081 and 0.158 respectively.  
Extrinsic satisfaction is statistically significant with rank, the p-value being 0.019.  This implies that only the 
extrinsic satisfaction of academicians is significantly dependent on academic rank. 
      When it comes to analyzing the 20 aspects of the job individually in relation to academic rank, 4 of the aspects 
are statistically significant with academic rank at a 0.05 significance level.  These are advancement with a p-value of 
0.001, compensation with a p-value of 0.000, co-workers with a p-value of 0.010, and variety, which refers to the 
chance that academicians have to do different things in their job, with a p-value of 0.001. 
      In relation to advancement, professors are the most satisfied having reached the peak of the academic ladder and 
having experienced all associated benefits.  Lecturers with a PhD are next to professors on satisfaction with 
advancement, assistant professors third, associate professors fourth, and lecturers with a master degree being the 
least satisfied.  Naturally, lecturers with a master degree are the least satisfied because they are at the bottom of the 
academic ladder with a long journey still ahead of them up the ladder.  The fact that associate professors are the least 
satisfied with advancement may at first seem surprising, however, probably the reason for this is that associate 
professors may be experiencing some stress with their rank in that, especially if they have been at that rank for many 
years, they are struggling in their efforts to advance, maybe due to their lack of academic research and publications 
which are required for academic advancement. 
      On compensation professors are the most satisfied, followed by assistant professors, lecturers with a PhD, 
associate professors, and lastly lecturers with a master degree.  As with advancement, lecturers with a master degree 
are again the least satisfied which is not surprising considering that compensation in universities usually reflect 
academic rank and with them being at the bottom of the academic ladder they probably receive the least 
compensation.  Interestingly, associate professors rank fourth.  One possible explanation for this may be that newly 
promoted associate professors may receive the same or similar levels of compensation as the associate professors 
who have been at that rank for many years thus resulting in a degree of frustration and dissatisfaction.  Also, the 
compensation levels between associate professors may not differ very much when compared to assistant professors 
thus adding to the dissatisfaction experienced by associate professors in Northern Cyprus. 
     Assistant professors are more satisfied with their co-workers, professors and associate professors following, 
lecturers, with a both PhD and master degree, being the least satisfied. A probably explanation may be that lower-
ranked academicians are at the bottom of the academic ladder and in order to advance need to be successful in 
research work and publications.  To realize this, lower-ranked academicians may need to work with higher-ranked 
academicians to benefit from their research abilities and publication experience.  Lower-ranked academicians tend 
to have to take on a greater work load in joint projects and researches thus maybe putting some strain on 
relationships and creating some frustration for overloaded lower-ranked academicians.  Therefore work on joint 
projects and researches between higher-ranked and lower-ranked academicians may lead to lower satisfaction for 
lower-ranked academicians and greater satisfaction with co-workers for higher-ranked academicians. 
      On variety professors are the most satisfied, followed by assistant professors, lecturers with a PhD, associate 
professors, and lastly lecturers with a master degree.  Variety refers to the opportunities that academicians have to 
try out different things in their job.  It is hardly surprising that professors are the most satisfied because 
academicians at higher ranks tend to be more concerned with the freedom to work as they please and to use their 
own methods and techniques, thus emphasizing their status in the university.  
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      It is clearly visible from the study that associate professors and lecturers with a master degree are the least 
satisfied indicating the lowest levels of satisfaction for most aspects of their job.  This suggests the existence of 
problems at these ranks, and indicates that university management needs to spend time and resources in order to 
understand what is happening.  Today academicians have to work harder to fulfil the gradually increasing 
expectations not only of themselves but also of the institute (Bilge, 2006), however, this is not possible when 
satisfaction levels are low or when dissatisfaction may exist. 
4. Conclusion 
      This study examines the effects of academic rank on the job satisfaction levels of academicians in Northern 
Cyprus.  Results indicate that professors, assistant professors, and lecturers with a PhD enjoy only moderate levels 
of job satisfaction, while associate professors and lecturers with a master degree enjoy even lower levels of job 
satisfaction.  Also, it was found that job satisfaction did not increase progressively with academic rank this result 
being inconsistent with results found in the literature (Holden and Black, 1996; Oshagbemi, 2003) which indicate a 
progressive increase in job satisfaction in relation to rank.  Additionally, results indicate that when the various 20 
aspects of the job are examined individually in relation to their affects on job satisfaction, only 4 of the facets of the 
academicians’ job, namely advancement, compensation, co-workers, and variety, are statistically significantly 
related to academic rank.  This indicates that academic rank affects the satisfaction levels associated with 
advancement, compensation, co-workers, and variety.  The results found for advancement and compensation is 
consistent with the results found in Oshagbemi (1997), and results found for co-workers are consistent with 
Oshagbemi (2000). The mean score for compensation is the lowest rated of the 4 aspects with variety being the 
highest rated for academicians in Northern Cyprus.  Finally, results show that lecturers with a master degree and 
associate professors are the least satisfied, when compared to the other academic ranks, for most aspects of their job 
examined in the study.   In general it can be said that the results of this study indicate the extent of the low 
satisfaction levels that exists among academicians in Northern Cyprus  
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